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Watch for these cause related 
events coming to your city: 


ALLSTARS BASEBALL BENEFIT 
BASEBALL BONANZA 
BATTLE OF THE BADGES HOCKEY 
CELEBRITY SLOW PITCH CHALLENGE 
ILLUSIONS MAGIC 'N MIRACLES 
LEGENDS ALIVE 

MINI-HOOPS BENEFIT BASKETBALL 
OLDTIMERS' HOCKEY CHALLENGE 
ROCK 8c COUNTRY SALOON 
SHRINE CIRCUS 
THE CAST OF BEATLEAAANIA 
THE ROY ORBISON STORY 
...AND MORE! 


Xentel DM Incorporated is 
North America's leader in profile 
enhancement for 
community-based organizations. 


untelDM 

ORPORATED 

For more information on any of our events, 
please call: 

Toll Free Toronto 1-877-534-2492 
Toll Free Calgary 1-800-661-0178 
or visit www.xentel.com 

















All you need in an authority motorcycle. 



The R1150RT provides you with every feature you might need on the job. 


Factory-installed features include: 

• ABS (Anti-lock Braking System) 

• Electronically adjustable windshield 

• Adjustable seat height 

• Heated grips 


Additional battery for emergency equipment 
Three-year unlimited kilometre warranty 
Three-year roadside assistance program 
BMW factory-equipped warning lights 
BMW factory-equipped sirens 


Also inquire about BMW’s other authority motorcycles. 


BMW Authority 
Motorcycles 

F650GSP 

R1150RT 

R1150RP 

K1200RSP 

www.bmw.ca 

1 - 800 - 667-6679 



© BMW Canada Inc. “BMW” and the BMW logo are trademarks of BMW AG, used under licence by BMW Canada Inc. 
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YOUR POWERFUL ALLY 

SURVEILLANCE PURSUIT SEARCH & RESCUE COMMAND & CONTROL 






Turn night into day with advanced multi-sensor aerial imaging systems 
from the world’s #1 supplier, FUR Systems. Industry-leading 
magnification and thermal sensitivity give you command of the ground 
situation. Fly higher and quieter. Keep fellow officers and the public safe. 

FIND WHAT YOU’RE LOOKING FOR! 






Ultra 8500™ 

Ultra 8000™ 

Ultra 7500™ 

ThermoVision® 

Scout™ 


SYSTEMS 


USA: 1.800.727.FLIR 
INTERNATIONAL:+44 (0) 1732 22 001 1 
www.flir.com/ccp0903 
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MESSAGE FROM THE PRESIDENT 


MESSAGE DU PRESIDENT 


By/par la 

Chief/Chef Edgar MacLead 


As your newly elected 
President, and on behalf of the 
Board of Directors, I am pleased 
to present the 2003 fall edition 
of Canadian Police Chief 
Magazine. The theme "Managing Risk in High 
Risk Organizations" is covered throughout 
this magazine, with many interesting articles 
on this topic. The same theme will be the 
subject of a CACP hosted Forum Series in 
Banff, Alberta. Please visit our website for 
further information. 

It was indeed a great honour for me to 
assume the Presidency of the CACP at the 
98th Annual Conference, and it is a privilege 
to follow Commissioner Gwen Boniface in 
this role. I look forward to serving our mem¬ 
bership in this capacity. On behalf of all 
members of the CACP, I extend our sincere 
appreciation to Gwen for her strong and 
inspiring leadership in advancing the mission 
of the CACP. 

The 98th Annual Conference in Halifax 
was a resounding success. The theme 
"Changing Faces Facing Change" could not 
have come at a more opportune time for our 
organization, as we face the challenges of 
serving a pluralistic, diverse and rapidly 
changing society. Maritime hospitality is 
renowned, and Chief Frank Beazley, his team 
and the City of Halifax delivered "big time" 
on this tradition. Chief Dave McKinnon 
would have been proud of his members, who 
worked tirelessly to make this conference a 
success in every way. An article featuring 
highlights of the conference appears in this 
edition. 

We extend a warm welcome to Directeur 
general adjoint Paul Quirion, Surete du 
Quebec, and Chief Butch Cogswell, Saint 
John Police Force, in their new roles as 
Vice Presidents, and to Chief Frank 
Beazley, Halifax Regional Police, in his 
new role as Provincial Director. I also 
extend our appreciation to retiring Board 


A titre de nouveau president, 
et au nom du Conseil d'adminis- 
tration, il me fait plaisir de vous 
presenter le numero d'au- 
tomne 2003 de la Revue des chefs 
de police du Canada. Du debut a la fin, la 
revue traite du theme de « gestion du risque 
dans un organisme a risque eleve » et 
compte un grand nombre d'articles interes- 
sants sur ce sujet. Visitez notre site Web 
pour de plus amples renseignements sur 
notre Serie de tribunes policieres a venir en 
novembre a Banff en Alberta sur le meme 
sujet. 

A vrai dire, cela a ete un grand honneur 
pour moi d'etre nomme president et d'ensuite 
prendre la charge de la presidence de TACCP 
apres la commissaire Gwen Boniface dans le 
cadre de la 98 e Conference annuelle de 
I'ACCP. Je suis impatient de pouvoir servir 
nos membres a titre de president. Au nom de 
tous les membres de I'ACCP, je remercie 
sincerement Gwen pour son devouement et 
ses efforts continus a faire aller de Tavant les 
programmes de TAssociation. 

La 98 e Conference annuelle qui a eu lieu 
a Halifax a ete un franc succes. Le theme 
« Changement de visage, faire face au 
changement » ne pouvait pas arriver a un 
meilleur moment. L'hospitalite des Maritimes 
est bien connue et le chef Beazley, son 
equipe et la Ville de Halifax n'ont degu per- 
sonne. On a organise une conference dont le 
chef McKinnon aurait ete extremement fier. 
Veuillez consulter Particle joint a la presente 
pour connaitre les points saillants de la con¬ 
ference. 

Nous accueillons chaleureusement le 
directeur general adjoint Paul Quirion, 
Surete du Quebec, et le chef Butch Cogswell, 
Force policiere de Saint John, dans leurs 
nouvelles fonctions de vice-presidents, de 
meme que le chef Frank Beazley, Service de 
police regional de Halifax, dans son nou¬ 
veau role de directeur provincial. Je 
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C anada’s railway police, in cooperation with the Canadian 
Association of Chiefs of Police, have begun implementing 
railway accident investigation guidelines to ensure there is 
a national standard for federal, provincial and municipal police 
forces investigating crossing collisions and trespassing 
incidents along the nation’s freight and passenger railways. 

he guidelines are in effect in Ontario and Quebec now, 
and will be extended across Canada by year-end. For more 
information, contact the railway police at 
(CPR) 800.716.9132, (CN) 800.465.9239 
or visit our website at www.direction 2006 .com. 



Sauver des vies aux abords des voies 
ferrees du Canada 







MESSAGE FROM THE PRESIDENT 

(continued) 



Spot the 
tarnished 
one? 


If you can't, IA PRO will. 
That's because IA PRO lets 
you organize and analyze 
internal affairs data like 
never before. Not only 
does this leading software 
program efficiently track all 
incidents of errant behavior, 
it also alerts you when an 
individual crosses the line. 
A line you set. So don't risk 
losing your agency's 
luster to an inefficient 
information management 
system. Investigate IA PRO, 
the IA software program 
trusted by many of America's 
top law enforcement 
agencies. Visit 
www.iaprofessional.com or 
call 1-800-620-8504 for a 
free demo CD. 


Tapro 


Ever alert 


Canadian version 
now available 


A NEW STANDARD IN IA UNIT SOFTWARE 
FROM CITECHNOLOGIES INC. 



RtGEL OPTiCS 


CANADIAN DEALERS WELCOME! 


The Ultimate in Night Vision for Law Enforcement 



Rigel Optics 3502 Gen. 2+ night vision goggles 

- Outstanding Gen.2+ Military Quality image tube 

- Detachable headmask for use as high magnification binocular 



Rigel Optics 1100 Pro Night Vision Monocular 

- Camera adaptable for night vision movies and still shots 

- Small, easy to use and conceal 


of Directors member Michel Sarrazin, 
Service de police de la ville de 
Montreal, for his unwavering commit¬ 
ment and dedication to our organiza¬ 
tion. 

The CACP has made continuous 
progress in the past few years. We must 
continue to build on this momentum in 
order to face the challenges of the 
future. Never before has it been more 
important for our organization to "lead 
progressive change in policing" We will 
be renewing our relationships with feder¬ 
al and provincial partners, and fostering 
business action initiatives designed to 
elevate our profile, so that we can 
achieve this stated objective of our orga¬ 
nization. I look forward with anticipa¬ 
tion to the opportunities and challenges 
of the upcoming years. 

Please enjoy a happy and safe fall 
2003. 

Edgar MacLeod 


MESSAGE DU PRESIDENT 

(continue) 

presente mes plus sinceres remer- 
ciements a Michel Sarrazin du Service de 
police de la ville de Montreal qui quitte 
le Conseil. Son energie, son devouement 
et son enthousiasme ont ete inebran- 
lables. 

En tant qu'association, nous avons 
fait beaucoup de progres au cours des 
dernieres annees et bien sur, nous con- 
tinueront de maintenir le rythme. Nous 
releverons les nombreux defis a venir, 
notamment, continuer de renouveler nos 
relations avec nos partenaires federaux 
et provinciaux, nos initiatives du plan 
directeur, ce qui donnera lieu a une aug¬ 
mentation des revenus, et les nom- 
breuses initiatives visant a rehausser le 
profil de TACCP. J'attends avec anticipa¬ 
tion les occasions et defis des annees a 
venir. 

Je vous souhaite un automne 2003 
heureux et securitaire. 


1510 9th St. DeWitt, Iowa 52742 Tel 866-810-3398 Fax 563-659-8506 www.rigeloptics.com sales@rigeloptics.com 


TOLL-FREE ORDER LINE 866-810-3398 


Edgar MacLeod 
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LEGAL COLUMN 


Workplace Bullying: Limiting 
Liability for personal 
harassment 

AS GENERAL COUNSEL for the CACP, 

Perley-Robertson, Hill & McDougall LLP, 

I was pleased to participate in the CACP 
Forum Series on Risk Management held 
in St. Andrew's by the Sea, New 
Brunswick this past May. One of the 
Forum's themes was internal as opposed 
to external risk management concerns, 
namely, limiting liability when it is 
your employee suing the organization. 

My presentation focused on the limita¬ 
tion of liability for harassment and 
workplace accommodation. This article will focus solely on the 
issue of personal harassment. 

Harassment is a difficult concept to define. In general, every 
act by which a person causes some form of anxiety to another 
could be labelled as harassment. If so, there could be no safe inter¬ 
action between human beings in the workplace. Some actions can 
be considered as thoughtless and insensitive. When is the conduct 
harassment? One arbitrator has expressed the following view: 

I do not think that every act of workplace foolishness 
was intended to be captured by the word "harassment". This 
is a serious word, to be used seriously and applied vigorous¬ 
ly when the occasion warrants its use. It should not be trivi¬ 
alized, cheapened or devalued by using it as a loose label to 
cover petty acts or foolish words, where the harm, by an 
objective standard, is fleeting. 1 



By Lynda Bordeieau 



IN GENERAL 

Personal harassment is harassment not based on one of the 
prohibited grounds listed in any provincial human rights code. 
Personal harassment can be divided into two categories, namely: 

1) unwelcome and offensive conduct; and 

2) situations involving an abuse of authority. 

Not every workplace conflict means that harassment has 
occurred. Once again, the behaviour will be viewed on a contin¬ 
uum of seriousness. An intent to harass is not necessary for lia¬ 
bility to be created. Further, it is not necessary for the victim 
of harassment to expressly object to the harasser or state that 
they find the conduct to be objectionable. An objective stan¬ 
dard will be applied in assessing the conduct. 

Workplace harassing behaviour may include the following: 


• physically abusive or aggressive behaviour such as pushing, 
hitting, finger pointing or standing; 

• standing close to an employee in an aggressive manner; 

• yelling, name calling; 

• persistent, excessive and unjustified criticism and constant 
scrutiny; 

• setting impossible goals and deadlines; 

• sabotaging the employee's work; or 

• demeaning, belittling comments. 

It is easier to describe the behaviour that is not intended to 
fall within the category of personal harassment. The good-faith 
exercise of supervision and management should not constitute a 
form of harassment. Supervisors should only be subject to scrutiny 
when they abuse their powers. A harassment mechanism should 
not be used to second-guess good-faith management decisions. 
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DEFINING PERSONAL HARASSMENT 

Personal harassment include the fol¬ 
lowing criteria: 

1) a course of behaviour that is known 
or reasonably ought to be known to 
be harmful or hurtful to another 
person or persons in the workplace; 

2) has no legitimate workplace purpose; 

3) is not a good-faith exercise of manage¬ 
ment's role and responsibilities; and 

4) can be objectively measured as more 
than the sort of trivial occurrence or 
inconsequential event that can be 
reasonably expected to take place in 
a work environment. 2 

All harassment in the workplace has 
the purpose or effect of unreasonably 
interfering with an individual's work per¬ 
formance or of creating an intimidating, 
hostile or offensive work environment. 3 
The concept of constructive dismissal 
may also flow from such conduct and 
management's failure to respond in a 
timely manner. 

Harassing conduct requires some 
intent or alternatively, that the objection¬ 
able or offensive nature of the conduct be 
reasonably apparent. In Re Canada Post 


Corp. and C.U.P.W. 4 , Arbitrator Swan 
found that harassment may justify disci¬ 
pline even where the basis for the harass¬ 
ment is not a prohibited ground of dis¬ 
crimination. If employees have a right to 
be protected from physical assaults by 
their fellow employees, they have an 
equivalent right to be protected from a 
course of verbal injury, whether that ver¬ 
bal injury has a basis which is a prohibit¬ 
ed ground of discrimination, or has some 
other basis, or even no basis at all. 

POLICE FRAMEWORK TO 
ADDRESS ISSUE 

There is a legal duty on an employer's 
behalf to ensure the workplace is free 
from harassment. As an employer, a 
police-services board may be liable for 
the actions of its employees committed 
in the course of their employment. A 
due-diligence defence is available to the 
employer under human-rights legislation. 
A clear and comprehensive harassment 
policy is part of an employer's due-dili¬ 
gence defence to a complaint. 

In Robichaud v. Canada (Treasury 
Board) 5 , the Supreme Court of Canada 


placed responsibility for an organization 
on those who control it and are in a 
position to take effective, remedial 
action to remove undesirable conditions. 6 
The Court emphasized the importance of 
the employer's response to discrimina¬ 
tion in terms of a due-diligence defence. 
For instance, an employer who responds 
quickly and effectively to a complaint by 
instituting a scheme to remedy and pre¬ 
vent its reoccurrence will not be liable to 
the same extent as an employer who fails 
to adopt such steps. The due diligence 
goes to remedy, not initial liability. 

CONSIDERATIONS FOR POLICY 
FRAMEWORK 

The proactive development of a policy 
framework to encompass personal harass¬ 
ment as well as harassment based on a 
prohibited ground of discrimination is 
essential to a risk-free work environ¬ 
ment. The following are recommenda¬ 
tions for policy development. 

• The policy must set out a clear defini¬ 
tion of harassment and raise awareness 
of what types of conduct are included 
or excluded. 



For more information, please contact Michel Villeneuve at 613-834-9737 or visit 
your local authorized Harley-Davidson retailer. To find yours please call I-800-LUV-2RIDE 
or visit our website retailer locator at www.harleycanada.com. 
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The Service must respond immediately 
to complaints. This will impact any 
due-diligence defence should a com¬ 
plaint be made under the applicable 
Human Rights Code. 

Where harassment is substantiated, it 
must be clear that disciplinary action 
will follow. Remedial penalties will 
also be applicable. 

A complainant or any party to a com¬ 
plaint should be notified of the avail¬ 
ability of counselling or employee 
assistance at any stage of the process. 
A complaint regarding the conduct of 
a police officer will require a consider¬ 
ation of the applicable statutory disci¬ 
pline regime. 

The policy framework should identify a 
neutral party to whom a complaint of 
harassment can be made. A member's 
supervisor may not be appropriate. 
Further, a senior officer may be intimi¬ 
dating to the member. Query whether 
this first stage should be external to 
professional standards. 

A complainant must be aware of their 
right to file a complaint under the 
applicable Human Rights Code notwith¬ 
standing the internal policy framework. 
While confidentiality should be pro¬ 
tected as much as possible, anonymity 
cannot be guaranteed and the com¬ 
plainant must be advised of this early 
in the process. 

A complainant must be notified that a 
withdrawal of a complaint may not 
end an investigation into the state of 
the workplace. 

There should be a policy statement 
regarding protection of a complainant 
from reprisals. 

A complainant should be notified with¬ 
in the policy that a complaint might be 
investigated even if it is withdrawn by 
the original complainant. The com¬ 
plainant must be advised that they may 
be required to testify before a tribunal. 
Workplace harassment advisors and 
counsellors should be built into the 
process and properly trained. 

The responsibility of supervisors must 
be emphasized. They have an obliga¬ 
tion to address workplace harassment. 
They cannot condone inappropriate 
behaviour. Supervisors may be disci¬ 
plined for their inaction. 

Ongoing training must be provided for 


supervisors as well as all members of 
the organization. A harassment policy 
would be considered as a "red-labelled" 
policy or of high importance in any 
risk management assessment. 

In meeting its obligations to create a 
harassment free environment, an employ¬ 
er must not overlook workplace bullying 
or personal harassment amongst both 
supervisory and non-supervisory employ¬ 
ees, as well as co-workers. ♦ 

1 Re British Columbia and B.C.G.E.U. (1995), 
49 L.A.C. (4th) 193 at 242 (Laing)., 243. 


2 Supra note 1 at page 247. 

3 Skelly and Quebec Human Rights 
Commission v. O'Hashi [1996] J.T.D.P.Q. 
No. 32. 

4 (1987) 27 L.A.C. (3d) 27 (Arbitrator 
Swan). 

5 (1987), 8 C.H.R.R. D/4326. 

6 Ibid at 4334. 


Don't forget the CACP Executive 
Forum Series—"Managing Risk in a 
High Risk Organization" takes place 
November 2-5 in Banff, Alberta! 
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Single Source 
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certified and field-tested LED products. 
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CHRONIQUE JURIDIQUE 


Intimidation au travail: 
comment limiter les 
responsabilites civiles 


A TITRE DE conseiller juridique gen- 
IFjl eral de L'ACCP, Perley-Robertson, 

Hill & McDougall LLP a participe aux 
conferences sur la gestion des risques 
a a St. Andrews. L'un des themes etait le 

risque interne, c'est-a-dire comment 
limiter les responsabilites civiles 
lorsqu'un employe poursuit Lorganisa- 

par Lynda Bordeleau tion ' Mon expos ® s ' est concentr ® sur La 
prevention des poursuites pour har- 

celement et sur les accommodements. Le present article ne con¬ 
cerned que le premier theme. 

Le harcelement est difficile a definir. On pourrait y inclure 
toute action par laquelle une personne cree de I'anxiete chez 
I'autre. Malheureusement, dans ce cas, aucune interaction en 
milieu de travail ne pourrait etre sure. Certaines actions doivent 
etre jugees insensibles ou inconsiderees. Quand este-ce done du 
harcelement? Void le point de vue d'un arbitre : 

Je ne crois pas que tous les actes folichons commis en 
milieu de travail puissent etre traites de « harcelement ». C'est 
un mot serieux, a utiliser serieusement, et Lon doit prendre 
des mesures vigoureuses lorsque les circonstances le justifient. 
On ne devrait pas en diluer le sens par une utilisation trop 
relachee, couvrant des actes sans consequence \ 

EN GENERAL 

Le harcelement personnel n'est pas base sur Lun des motifs 
enumeres dans les codes provinciaux des droits de la personne. 
On peut le diviser en deux categories : 

1) une conduite offensantes et malvenue; 

2) Labus d'autorite. 

On ne doit pas presumer qu'il y a eu harcelement dans tous les 
cas de conflit en milieu de travail. L'intention de harceler n'est 
pas necessaire pour creer une responsabilite civile. La victime 
n'est pas non plus obligee de s'objecter explicitement ni de dire 
qu'elle trouve le comportement offensant. On appliquera done des 
criteres objectifs. 

Le harcelement en milieu de travail peut inclure : 

• des abus ou des agressions physiques, comme de bousculer, 
frapper, pointer du doigt ou bloquer le passage; 


• se tenir devant un employe avec une posture agressive; 

• crier, lancer des injures; 

• critiques constantes, excessives et injustifiees; 

• etablissement d'objectifs et de dates Li mites impossibles a 
respecter; 

• sabotage du travail de L'employe; 

• remarques desobligeantes. 

L'accomplissement, en toute bonne foi, des taches de supervi¬ 
sion et de gestion ne devrait pas etre considere comme une forme 
de harcelement. Les superieurs hierarchiques devraient etre 
soumis a un examen uniquement lorsqu'ils abusent de leurs pou- 
voirs. On ne devrait pas utiliser un mecanisme de controle pour 
remettre systematiquement en question toutes les decisions pris¬ 
es de bonne foi par les cadres. 
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DEFINITION DU HARCELEMENT 
PERSONNEL 

Le harcelement personnel repond aux 
criteres suivants : 

1) comportement dont on salt oil dont 
on devrait savoir qu'il peut etre dom- 
mageable ou blessant envers une 
autre personne ou d'autres personnes 
de notre milieu de travail; 

2) aucune utilite professionnelle legitime; 

3) ne constitue pas I'accomplissement, 
en toute bonne foi, des taches de 
gestion; 

4) peut etre considere objectivement 
comme au-dela des evenements trivi- 
aux ou sans consequence auxquels 
ont pourrait s'attendre dans un milieu 
de travail 2 . 

Tout harcelement en milieu de travail a 
pour but ou pour effet de nuire au rende- 
ment d'un individu ou de creer un climat de 
travail intimidant, hostile ou offensant 3 . 
Une telle conduite, surtout lorsque la direc¬ 
tion ne reagit pas assez rapidement, peut 
entrainer un congediement injustice. 

Pour qu'on parle de harcelement, on doit 
deceler une intention ou encore pouvoir con- 
stater, raisonnablement, la nature offensante 


ou deplaisante du comportement. Dans la 
cause Societe canadienne des postes 
c. Syndicat des postiers canadiens\ L'arbitre 
Swan a conclu que le harcelement peut justi- 
fier des mesures disciplinaires, meme sTl n'est 
pas base sur I'un des motifs de discrimination 
illicites prevus par la loi. Si les employes ont 
le droit d'etre proteges des agressions 
physiques venant de leurs collegues, ils ont le 
meme droit d'etre proteges contre des agres¬ 
sions verbales, qu'elles soient ou non reliees a 
des motifs illicites de discrimination. 

UN CADRE DE GESTION POUR 
RESOUDRE LE PROBLEME 

L'employeur a le devoir de maintenir un 
milieu de travail sans harcelement. Un 
comite de police peut etre poursuivi pour les 
gestes commis par ses employes. L'employeur 
peut alors invoquer une defense de diligence 
raisonnable, en vertu des Lois sur les droits 
de la personne. Le fait d'avoir une politique 
anti harcelement claire et complete permet de 
demontrer cette diligence. 

Dans la cause Robichaud c. Canada 
(Conseit du Tresor)\ la Cour supreme du 
Canada a rendu responsables les personnes 
qui tenaient les renes de ['organisation et qui 


etaient en position pour prendre des mesures 
correctives efficaces 6 . La Cour a souligne 
['importance de la reaction de l'employeur a 
la discrimination. Par exemple, un employeur 
qui reagit rapidement et efficacement a une 
plainte et qui previent toute occurrence 
future aura moins de responsabilite civile 
qu'un autre qui neglige cette tache. La dili¬ 
gence raisonnable permet de demontrer un 
remede, mais elle ne modifie pas la respons¬ 
abilite initiale. 

CONSIDERATIONS POUR 
^ELABORATION DES POLITIQUES 

II est indispensable de mettre au point 
des politiques qui englobent le harcele¬ 
ment personnel et le harcelement base sur 
des motifs de discrimination illicites. Void 
quelques recommandations a ce sujet: 

• La politique doit donner une definition 
claire du harcelement et fournir des 
exemples des types de comportements 
inclus ou exclus. 

• Le service de police doit reagir immedi- 
atement aux plaintes. Cela renforcera sa 
defense de diligence raisonnable si un 
recours etait intente en vertu d'une loi 
sur les droits de la personne. 
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Lorsque le harcelement est prouve, il 
doit etre cLair que I'on a pris des 
mesures disciplinaires. Des penalites 
pourront aussi s'appliquer. 

Un plaignant, ou toute partie prenant 
part a une plainte, doit recevoir de L'in- 
formation sur les services de coun¬ 
selling ou d'assistance aux employes, a 
chaque etape du processus. 

Une plainte concernant la conduite d'un 
officier de police necessitera la prise en 
consideration du regime disciplinaire 
applicable. 

Le cadre de gestion policier doit identi¬ 
fier une partie neutre a laquelle on peut 
adresser une plainte pour harcelement. 
II n'est peut-etre pas convenable de 
designer le superieur hierarchique d'un 
membre. De plus, la designation d'un 
officier superieur pourrait etre intimi- 
dante. On doit done verifier si cette 
premiere etape devrait se faire a I'ex- 
terne, selon des normes profession- 
nelles. 

Le plaignant doit etre informe de son 
droit de porter plainte en vertu de la Loi 
des droits de la personne applicable, 
independamment de la politique interne. 
Bien que I'on doive proteger la confidential- 
ite autant que possible, I'anonymite ne peut 
pas etre garantie, et le plaignant doit en 
etre informe au tout debut du processus. 

Le plaignant doit aussi etre avise que le 
retrait de sa plainte ne mettra pas for- 
cement fin a I'enquete. 

On devrait publier une politique sur la 
protection des plaignants contre les 
represailles. 

Le plaignant devrait etre informe que la 
plainte fera I'objet d'une enquete meme 
si elle est retiree. II doit egalement 
savoir qu'on pourra Lui demander de 
temoigner devant un tribunal. 

Le processus devrait inclure I'embauche 
et la formation adequate de conseillers 
en harcelement en milieu de travail. 

La responsabilite des superieurs hierar- 
chiques doit etre soulignee. Ils ont 
I'obligation de regler les problemes de 
harcelement en milieu de travail. Ils 
ne peuvent pas laisser passer des 
comportements inconvenants. Les 
superieurs hierarchiques trop inactifs 
dans ce domaine doivent faire I'objet de 
mesures disciplinaires. 

On doit fournir une formation periodique 
aux superieurs hierarchiques de meme 


qu'a tous les membres de I'organisation. 
La politique de harcelement devrait avoir 
une « etiquette rouge », e'est-a-dire une 
grande importance dans toutes les evalu¬ 
ations des risques. 

En remplissant son obligation de creer 
un environnement de travail sans harcele¬ 
ment, I'employeur ne doit pas oublier de 
prendre en compte I'intimidation ou le 
harcelement personnel entre collegues et 
entre les niveaux hierarchiques. ♦ 

1 Re British Columbia and B.C.G.E.U. 

(1995), 49 L.A.C. (4th) (Laing), 243. 


2 Supra note 1 at page 247. 

3 Skelly and Quebec Human Rights 
Commission v. O'Hashi [1996] J.T.D.P.Q. 
No. 32. 

4 (1987) 27 L.A.C. (3d) 27 (Arbitrator Swan). 

5 (1987), 8 C.H.R.R. D/4326. 

6 Ibid at 4334. 


N'oubliez pas la Serie de tribunes 
des cadres de I'ACCP—"La gestion du 
risque dans un organisme a risque 
eleve" se tient du 2 au 5 novembre a 
Banff en Alberta! 
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Risk Management in Policing: 


By Paul Ceyssens 

I WAS INVITED by the CACP to address its 
Executive Forum Series this year on the 
issue of risk management in policing. 
The Forum Series was held in St. 
Andrews, New Brunswick in May and will 
be held again in Banff, Alberta in 
November. The St. Andrews session was 
attended by supervisory and executive 
police officers from Ontario and the 
Atlantic provinces, with a few attendees 
from Western Canada. 

My legal practice is restricted to 
police-related legal issues, employment 
law and human rights law. We advise all 
sides in police-related matters (police 
officers individually, police associations, 
complaint oversight bodies and munici¬ 
pal police boards, for example), but a 
considerable portion of my professional 
time is spent providing advice to police 
chiefs and police forces generally across 
Canada. We constantly emphasize to our 
clients the value of prevention, since 
many of the difficulties resulting in calls 
to our office originate from matters that 
could have been prevented. 

There are at least seven goals in risk 
management: 

1. improve service delivery; 

2. avoid financial costs arising from 
disputes; 

3. avoid negative effects on organiza¬ 
tion arising from disputes ("organi¬ 
zational disruption"); 

4. avoid negative effects on individuals 
arising from disputes; 

5. avoid damage to reputation of the 
constabulary generally; 

6. win disputes that do occur; and 

7. lose small if you do lose. 

Our approach to risk management in 
policing involves three steps: assessing 
trends; assessing the risk arising from 
the trends; and reducing that risk. Each 
of these steps merits a brief discussion. 

The first step — assessing trends — 
involves an examination of the direction 
that courts of law and administrative tri¬ 
bunals (such as police complaint tribunals 



and human rights adjudicators) are taking 
in scrutinizing police activity. This exer¬ 
cise entails not only looking backwards — 
seeing what courts and tribunals have 
done — but also looking forward, and 
analyzing what courts and tribunals are 
likely to do over the next period of years. 
In assessing trends, one should examine 
the various processes that the law uses to 
regulate police activity. A particular 
police action can potentially be examined 
by one or more of these processes. A 
death in custody, for example, will result 


in a coroner's inquest or fatality inquiry, 
but may also lead to criminal proceedings, 
civil proceedings and police discipline 
proceedings. In St. Andrews, we discussed 
trends in three legal processes: the civil 
law (people suing the police); the human 
rights process (people making formal 
complaints against the police to human 
rights commissions); and the police disci¬ 
pline process (internal complaints and 
public complaints against the police). 

The second step — assessing the risk 
arising from the trends — involves exam- 
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The value of prevention 



ining the extent to which the trends 
have increased risk in the constabulary. 
The legal risks facing the police have not 
approached the levels found in the 
United States, contrary to the concerns 
occasionally expressed by police man¬ 
agers. As a general statement, however, 
legal risk in policing has increased over 
the past fifteen years. As well, certain 
aspects of policing now involve a particu¬ 
larly high measure of risk, as a result of 
various court and tribunal decisions. For 
example, quality of police investigations 


and care of persons in custody (especially 
securing medical care for injured prison¬ 
ers) attract a great deal of risk. 

The third step — reducing the risk — 
involves putting in place mechanisms to 
manage particular risks. These measures 
are inexpensive (or comparatively inex¬ 
pensive), easy to implement and effective. 

Applying this risk management analy¬ 
sis to one legal process that governs the 
police — civil law — the first step is to 
examine trends. The trends in police civil 
liability are the following: 

1. Many more cases recently ... the past 
approximately 15 years have seen a 
significant increase in the number of 
civil cases against the police 

2. Many firsts ... a significant number 
of recent proceedings are unprece¬ 
dented — the police have never (or 
rarely) faced a civil action for the 
activity in question 

3. Many important losses ... police 
have lost many important cases 

4. Many large damage awards ... 
courts of law have frequently 
ordered police to pay large awards 
of damages and costs 

5. Many similar cases follow ... new 
cases quickly follow precedent-set- 
ting cases 

6. Other Considerations ... many cases 
involve a high degree of complexity, 
and may also generate considerable 
publicity 

As to the second step, the trends in 
the civil courts invite the conclusion 
that, as in other areas like the police dis¬ 
cipline process and human rights com¬ 
plaints, risk has increased in recent 
years. As discussed above, areas such as 
the quality of police investigations and 
care of persons in custody involve a par¬ 
ticularly high risk. 

The third step is to examine preven¬ 
tion. The prevention tools available to 
reduce risk of civil liability are similar to 
those used to reduce risk in other areas, 
such as discipline complaints and human 
rights complaints. 

First, a refined procedure governing the 


recruitment and appointment of applicants 
for police employment is likely the most 
effective risk reduction mechanism avail¬ 
able. Various studies have established that 
only a very few police officers are responsi¬ 
ble for the majority of a police force's risk 
exposure. Police employers should make 
every effort to avoid hiring applicants who 
would likely fall within that small minority. 
Due diligence requires an extremely thor¬ 
ough background check, together with psy¬ 
chological assessment, of all candidates. 
Proper psychological assessment includes 
standard testing (MMPI, 16PF), together 
with a one-hour clinical (in-person) inter¬ 
view by a psychologist qualified to assess 
the suitability of applicants for police 
employment. One of the effects of the 
recent increase in competition for police 
recruits is that police officers who resign 
after establishing a notorious employment 
history are sometimes hired immediately by 
other police forces, and our firm has seen 
examples of this practice. We have also seen 
many examples of our clients rejecting an 
applicant as profoundly unsuitable, only to 
see that applicant receive an offer of from 
another police employer. Such practices 
undermine basic risk management, among 
other considerations. 

Second, given the pace and extent of 
change in the legal environment of polic¬ 
ing, thorough training in the law is an 
obvious component of risk prevention. 
Legal training of recruit police officers 
rarely ventures far beyond basic criminal 
law principles. Many areas of the law that 
continue to produce litigation for the 
police are not taught in detail, and some¬ 
times are not taught at all, during the ini¬ 
tial period of training. As well, continuing 
legal education in most police forces is 
sporadic. Police are regularly criticized by 
the judiciary and tribunals for their fail¬ 
ure to provide adequate legal training on 
an ongoing basis, and police require 
annual "refresher" courses that address 
legislative and judicial developments that 
have occurred since the previous such 
course, not only in criminal law but in 
other areas of the legal regulation of the 
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police as well. One senior Ontario Crown 
attorney recently remarked at a public 
lecture that many police forces in that 
province take three years to properly 
communicate judgments of the Supreme 
Court of Canada. That three year period is 
an unnecessary assumption of significant 
risk, and the failure to educate practicing 
police officers in important developments 
in the law could, and does, result in need¬ 
less exposure to civil actions, complaints, 
and other forms of legal redress, all of 
which engage various risk management 
considerations - the quality of service 
delivery; avoiding financial costs arising 
from disputes; avoiding negative effects 
on organization arising from disputes 
("organizational disruption"); avoiding 
negative effects on individuals arising 
from disputes; and avoiding damage to 
reputation of the constabulary generally. 

Third, the police can benefit from spe¬ 
cialized legal advice, especially advice that 
is proactive instead of merely reactive. For 
example, several of our clients, recogniz¬ 
ing care of persons in custody as involving 
significant legal risk, have asked us to 
provide services such as researching and 
formulating policy, and providing instruc¬ 
tion to jailers. In so doing, they have 
emphasized proactive measures to learn 
from mistakes made elsewhere, and these 
efforts have proved very beneficial. 
Another client asked us to provide advice 
following the judgment of the Supreme 
Court of Canada in R. v. Golden , which 
addressed strip searches, in order to equip 
the client to avoid civil actions and com¬ 
plaints that would arise through failure to 
comply with the Golden decision. 

In St. Andrews, we discussed several 
other important preventive measures, such 
as early warning mechanisms; apologies; 
carefully researched, drafted and instructed 
policy; and records management. Limited 
space does not permit a discussion of these 
tools here. Ultimately, however, basic 
knowledge of legal risk management will 
repay the effort in an age in which the law 
has become ever more diligent in examin¬ 
ing police activity. ♦ 


Don't forget the CACP Executive 
Forum Series—"Managing Risk in a 
High Risk Organization" takes place 
November 2-5 in Banff, Alberta! 
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Gestion des ri 
la valeur de la 

par Paul Ceyssens 

J'AI ETE invite par I'ACCP pour prononcer une conference, a La serie 
Forum, sur La question de La gestion des risques dans Le travaiL 
poLicier. Ces conferences avaient Lieu a St. Andrews, au Nouveau- 
Brunswick, en mai, et eLLes reprendront a Banff, en ALberta, au 
mois de novembre. La seance de St. Andrews s'est tenue en 
presence de cadres poLiciers de L'Ontario et de L'AtLantique, princi- 
paLement, avec queLques representants de L'Ouest canadien. 

Ma pratique juridique se Limite aux questions poLicieres, a 
L'empLoi et aux droits de La personne. Nous conseiLLons toutes Les 
parties (agents, associations de poLiciers, organismes de surveiL- 
Lance et comites de poLice municipaux, par exempLe), mais je con- 
sacre une forte partie de mon temps aux chefs et aux corps de 
poLice d'un bout a L'autre du Canada. Nous souLignons constam- 
ment L'iimportance de La prevention. 

On compte au moins sept objectifs de gestion des risques : 

1. ameLiorer La prestation des services; 

2. prevenir Les pertes decouLant des Litiges; 

3. prevenir Les impacts organisationneLs negatifs des Litiges 
(« perturbation organisationneLLe »); 

4. prevenir Les impacts negatifs sur Les individus; 

5. prevenir Les dommages a La reputation des corps poLiciers; 

6. gagner Les Litiges; 

7. Limiter Les pertes au minimum, Le cas echeant. 

Notre approche se fait en trois etapes : evaLuation des ten¬ 
dances; evaLuation des risques en decouLant et reduction de ces 
memes risques. 

La premiere etape - evaLuation des tendances - requiert un exam- 
en des orientations prises par Les tribunaux (notamment Les tribunaux 
administratifs et organismes de droit de La personne) face aux activ- 
ites poLicieres. IL faut non seuLement regarder ce que Les tribunaux 
ont deja fait, mais aussi prevoir ce qu'iLs pourraient vraisembtabte- 
ment faire au cours des prochaines annees. Dans cet exercice, on doit 
examiner Les divers processus par LesqueLs La Loi regit L'activite poLi- 
ciere. Une action poLiciere specifique peut etre examinee par un ou 
pLusieurs de ces processus. Un cas de deces au cours de detention, 
par exempLe, entrainera une enquete du coroner, mais peut-etre aussi 
des procedures civiLes, crimineLLes et discipLinaires. A St. Andrews, 
nous avons traite des tendances dans trois processus Legaux : Le droit 
civiL (particuLiers qui poursuivent La poLice); Les droits de La personne 
(pLaintes officieLLes aux commissions des droits de La personne) et 
discipLine (pLaintes internes et pLaintes du pubLic contre La poLice). 

La deuxieme etape - evaLuer Les risques decouLant des ten¬ 
dances - nous obLige a voir comment ces tendances font aug- 
menter Les risques pour Les corps poLiciers. On est toutefois Loin 



des niveaux de risque constates aux Etats-Unis, maLgre ce qu'en 
disent Les cadres poLiciers d'ici. Disons tout de meme que Les 
risques Legaux Lies au travaiL poLicier ont augmente depuis 15 ans. 
Certains aspects du travaiL poLicier impLiquent un niveau de risque 
speciaLement eLeve, a La suite de diverses decisions des tribunaux. 
A titre d'exempLe, La quaLite des enquetes poLicieres et ceLLe des 
soins aux detenus (speciaLement Lorsqu'iL faut faire soigner un 
detenu bLesse) entrainent de grands risques. 

La troisieme etape - reduction des risques - requiert La mise en 
pLace de mecanismes specifiques. Ce sont des mesures peu couteuses 
(du moins reLativement), faciLes a mettre en oeuvre et efficaces. 

Lorsque L'on appLique cette griLLe d'anaLyse a L'un des processus 
Legaux touchant La poLice - en L'occurrence Le droit civiL -, La pre¬ 
miere etape est d'examiner Les tendances : 

1. Beaucoup plus de poursuites recentes ... Le nombre de pour- 
suites civiLes contre La poLice a beaucoup augmente depuis 
15 ans. 

2. Beaucoup de premieres... un grand nombre de poursuites 
recentes n'ont aucun precedent. Les poLiciers n'ont jamais 
(ou rarement) eu de poursuites pour L'activite en question. 

3. Beaucoup de pertes importantes... Les corps poLiciers ont 
perdu de nombreuses causes. 

4. Montants de dommages eleves... Les tribunaux ont souvent 
ordonne aux corps poLiciers de verser d'enormes montants de 
reparation. 

5. Beaucoup de causes similaires... Les poursuites se muLti- 
pLient une fois que Le precedent est cree. 

6. Autres considerations... beaucoup de causes sont tres com- 
pLexes et peuvent aussi attirer une importante pubLicite. 

En ce qui concerne La deuxieme etape, on doit concLure que Les 
risques ont augmente. Les aspects Les pLus souvent vises par ces pour¬ 
suites sont La quaLite des enquetes et Les soins donnes aux detenus. 
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La troisieme etape consiste a examiner La prevention. Les outils 
de prevention disponibles pour reduire Les risques de poursuites 
civiLes sont simiLaires a ceux que Lon utiLise dans d'autres domaines, 
comme La discipLine, Les pLaintes et Les droits de La personne. 

Premierement, une procedure pLus raffinee pour regir Le recrute- 
ment des poLiciers sera vraisembLabLement Le meiLLeur mecanisme 
de reduction des risques. Des etudes ont montre qu'un tres petit 
nombre d'agents sont a La source de La majorite des poursuites. On 
doit done eviter de Les embaucher. CeLa requiert un examen serre 
des antecedents et une evaluation psychoLogique. CeLLe-ci incLut 
des epreuves standards (MMPI, 16PF), de meme qu'une entrevue 
(en personne) d'une heure avec un psychoLogue qualifie dans Le 
domaine. En raison d'une penurie de main-d'ceuvre, beaucoup de 
corps poLiciers embauchent des agents qui viennent tout juste de 
demissionner a cause de Leurs erreurs professionneLLes. Souvent, 
nos cLients rejettent des candidats absoLument inconvenables, 
seuLement pour Les voir embauches dans d'autres corps poLiciers. 
De teLLes pratiques minent, entre autres, La gestion des risques. 

Deuxiemement, compte tenu de devolution rapide et profonde 
du droit, on doit donner une formation avancee dans ce domaine. 
MaLheureusement, cette formation depasse rarement Les principes 
de base du droit crimineL. Les aspects du droit qui entrainent des 
poursuites ne sont pas presentes dans Le detail, et parfois on ne Les 
enseigne pas du tout. De pLus, Les cours de perfectionnement en 
droit sont rares dans Les corps poLiciers. Les tribunaux critiquent 
souvent Les poLiciers a ce sujet, et ces derniers auraient avantage a 
prendre des cours annueLs de « recycLage » permettant de couvrir 
Les changements legaux et reglementaires des 12 derniers mois. Un 


procureur de La Couronne de LOntario a recemment fait remarquer 
que Les corps poLiciers mettaient trois ans a communiquer Les deci¬ 
sions de La Cour supreme a Leurs agents. Ce delai accroit Les risques 
de poursuites, de pLaintes et d'autres recours, qui concernent tous 
des aspects de La gestion des risques : qualite des services; preven¬ 
tion des couts; prevention des effets negatifs sur L'organisation 
(« perturbation organisationneLLe »); prevention des effets negatifs 
sur Les individus et maintien de La reputation generate des poLiciers. 

Troisiemement, Les poLiciers peuvent beneficier de conseiLs 
Legaux specialises, specialement Lorsqu'iL s'agit de conseiLs preven- 
tifs. Par exempLe, pLusieurs cLients soucieux du traitement des 
detenus nous ont demande de formuLer pour eux une poLitique et de 
La presenter aux geoliers. Ainsi, iLs ont pu profiter des erreurs com- 
mises aiLLeurs, et Leurs efforts ont ete tres benefiques. Un autre 
cLient a sollicite nos conseiLs a La suite d'un jugement de La Cour 
supreme dans La cause R. c. Golden , concernant Les fouiLLes a nu. 

A St. Andrews, enfin, nous avons traite de pLusieurs autres 
mesures preventives importantes, dont Les mecanismes divertisse¬ 
ment, Les excuses, Les poLitiques soigneusement redigees et La ges¬ 
tion des dossiers. Le manque d'espace ne nous permet pas de nous 
etendre sur Le sujet. En fin de compte, toutefois, Les connaissances 
de base en gestion des risques seront fructueuses a une epoque ou 
L'activite policiere est de pLus en pLus reglementee par La Loi. ♦ 


N'oubliez pas la Serie de tribunes des cadres de I'ACCP— 
"La gestion du risque dans un organisme a risque eleve" se 
tient du 2 au 5 novembre a Banff en Alberta! 
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Risk management 
in the Policing Context: 
developing positive strategies 


By Vincent Westwick 

POLICE SERVICES ACROSS Canada face an array of serious and com¬ 
plex problems on a daily basis, such as lawsuits, disciplinary matters 
and operational miscues, all of which lead to media scrutiny and 
public criticism. For many, this public criticism arouses anger and 
frustration, creating a negative closed-door approach to problem 
solving — this is seeing the glass as half empty. The key to effec¬ 
tive risk management is viewing the public criticism as a learning 
experience and an opportunity to open the door to new ideas and 
more efficient policies. This is seeing the glass as half full. 

The optimists have a strong case. Employing a risk-manage¬ 
ment philosophy of assessing current problems in order to develop 
strategies to avoid future risks allows a police service to see their 
problems as the source of their solutions, not merely as the source 
of their aggravation. If a police service looks at the daily issues, 
not as an unending parade of anguish, but rather as individual 
opportunities to identify areas to change, improve or correct, it is 
truly adopting a positivist approach to risk management strategy. 

Risk management can be described as "looking back — 
thinking forward", using the past as an indicator of the future 
and developing strategies to position the police service to avoid 
those past problems or, at least, to minimize their negative 
impact on operations, image and the community. A positive, 
preventive and proactive attitude is an essential part of the 
looking back — thinking forward approach. 

LOOKING BACK 

When a police service looks back, where should it look? 
Lawsuits, public complaints, discipline, employee problems and 
difficult cases are the starting point and the potential source of 
new strategies. Looking back must be more than a mere ad hoc 
discussion of each problem, but rather a process-based review 
designed to evaluate and effect change. Some of the looking- 
back mechanisms that can be employed are: 

• After action reports 

• Debriefing sessions 

• Policy reviews 

• Case conferences 

The format of the learning process can be unique to the organi¬ 
zation so as to fit within the personality and corporate style of 
the individual police service. At a minimum, however, is the 
requirement for a systematic and accepted process with a willing¬ 



ness and corporate motivation to review and respond. While this 
may seem trite, often the very cases that need to be reviewed are 
surrounded by individual or corporate defensiveness or resistance 
to change. Such tendencies must be resisted. A positive corporate 
attitude must reinforce managers at all levels of the organization 
and structurally support their efforts to actively assess their own 
operations and those of the police personnel who report to them. 

THINKING FORWARD 

While being able to look back is an important step, moving 
forward in a thoughtful and meaningful way is critical. In order 
to be successful in thinking forward, a police service must 
incorporate the following: 

• Process; 

• Policy, and; 

• Planning 

The process for moving/looking forward must incorporate a 
frontline component to ensure that the information is accurate and 
relevant, and that the process has internal integrity. The process 
must be multidisciplinary, considering the views of all the relevant 
divisions of the police service. And lastly, the process must have a 
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communication mechanism to distribute back to the organization. 

Planning is perhaps the most important aspect of the risk-man¬ 
agement process. If the lesson is learned but no meaningful action 
is taken, the exercise is worthless. Every organization has its own 
way of planning; the key is that it be systematic and documented. 
Planning must be conducted with a positive attitude, creating an 
environment for new ideas. Care must be given to ensure that good 
ideas do not die on the boardroom table. Implementation is the 
objective — do something — avoid paralysis by analysis! 

Policy change is, in many cases, the "something" that is 
done. It is important that policy implications be considered to 
guarantee a corporate and operational response, as well as a 
permanent record of the action taken. New policy provides the 
framework for solid and proven decisions, perhaps even intro¬ 
ducing a sense of closure to a difficult episode and adding a 
sense of assuredness from which to move forward. 

In order for risk management to be effective, there must first 
be a proper and positive attitude within the organization. From 
the chief to the constable on patrol, opportunities to learn and 
improve must be seized upon. 

Perceiving and accepting a problem as a potential solution is 
more than just seeing the glass as half-full, it is the philosophi¬ 
cal underpinning of an effective risk-management program. ♦ 


Don't forget the CACP Executive Forum Series — 
"Managing Risk in a High Risk Organization" takes place 
November 2-5 in Banff, Alberta! 
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Sportshoe Comfort--Tactical Performance 


"I purchased a pair of SWAT boots from a 
dealer in BC last month. I was initially 
concerned whether they would be wide 
enough, but I am impressed with the fit. 
They are much wider and more comfortable 
than the RCMP issue footwear. In addition, 
they feel more like an athletic shoe, and 
very light also. I will tell everyone I know 
how wonderful SWAT boots are." 

Cst., Rossland RCMP Detachment 

"I would like to thank Original S.W.A.T. 
for finally making a boot for the hard 
working cop out on the street who 
demands the best from their equipment. 
These boots make you feel like you’re 
walking on air." 

Sgt., Sherkston, Ontario 

www.swatboot.com 


For Dealer or Product Information, please contact us by phone 
At 905 A 53.7008 or Email at info£ : 5-watbnDt.com 
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Controle des risques dans le 
travail policier: formuler 
des strategies positives 

par Vincent Westwick, conseiller juridique general , Service de police d’Ottawa 


LES SERVICES DE police de tout le Canada 
doivent resoudre chaque jour un ensemble 
de problemes serieux et complexes, dont 
ceux des poursuites, des mesures disci- 
plinaires et< des erreurs operationnelles, 
qui peuvent toutes attirer ^attention des 
medias et les critiques du public. Dans 
beaucoup de services de police, cela cree 
de la colere, de la frustration et une ten¬ 
dance au secret. Pour mieux gerer ce 
risque, on doit envisager la critique comme 
une occasion d'apprendre et d'ouvrir la 
porte a des politiques plus efficaces. 

Les optimistes ont de bons arguments. 
L'application d'une philosophie de gestion des 
risques permet aux services policiers de voir 
leurs problemes comme une source de solu¬ 
tions et non comme une simple source d'en- 
nuis. Les problemes quotidiens, au lieu d'etre 
une litanie d'angoisses, deviennent des occa¬ 
sions d'identifier des lacunes a corriger. On 
obtient alors une veritable approche positive. 

La gestion des risques peut se decrire 
ainsi : « examiner le passe pour mieux 
penser a L'avenir ». Le passe, en effet, nous 
aide a formuler des strategies pour 
prevenir la repetition des problemes ou, a 
tout le moins, en reduire I'impact. Une 
attitude positive, preventive et prevenante 
est indispensable a cette approche. 

EXAMINER LE PASSE 

Comment un service de police peut-il 
revoir son passe? Les poursuites, les plaintes, 
les mesures disciplinaires, les problemes des 
employes et les cas difficiles sont les points 
de depart et la source eventuelle de nouvelles 
strategies. Regarder le passe est plus qu'une 
simple discussion ponctuelle de chaque prob- 
leme. C'est plutot un examen des processus 
destines a evaluer et mettre en oeuvre des 


changements. Void quelques-uns des mecan- 
ismes d'examen pouvant etre utilises : 

• rapports apres faction; 

• seances de debriefing; 

• examens des politiques; 

• conferences sur des cas precis. 

Ce processus d'apprentissage peut etre 
adapte a la culture et a la personnalite de 
chaque service de police. Au minimum, on 
doit adopter un processus systematique et 
accepte par tous, avec I'appui et I'engage- 
ment de la direction. C'est presque un lieu 
commun, mais souvent les dossiers que 
I'on doit examiner soulevent des reactions 
defensives et de la resistance au change- 
ment. Avec une attitude positive, les 
cadres de tous les niveaux doivent etre 
encourages a evaluer leurs activites et 
celles de leurs subordonnes. 

PENSER A L'AVENIR 

Meme s'il est important d'examiner le 


passe, il I'est encore plus de penser a 
l'avenir. Pour bien penser a l'avenir, ; un ser¬ 
vice de police doit incorporer les elements 
suivants : 

• processus; 

• politique; 

• planification. 

Le processus doit incorporer des ele¬ 
ments de premiere ligne pour assurer que la 
formation sera exacte et pertinente, et que 
le processus aura une integrity interne. Ce 
processus doit etre pluri disci plinai re et tenir 
compte des points de vue de toutes les 
divisions concernees. Enfin, on doit prevoir 
un mecanisme de communication pour dis- 
tribuer I'information dans I'organisation. 

La planification est peut-etre I'aspect 
le plus important de la gestion des 
risques. II est inutile d'apprendre une 
legon si I'on ne prend aucune mesure sig¬ 
nificative. Chaque organisation a sa pro- 
pre methode de planification, mais celle- 
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ci doit toujours etre systematique et doc- 
umentee. Cette planification doit se faire 
avec une attitude positive, pour creer un 
environnement propice aux nouvelles 
idees. On doit veiller a ce que les bonnes 
idees ne tombent pas lettre morte. 
L'objectif doit toujours etre de mettre des 
mesures en application — de faire 
quelque chose — et d'eviter de s'enfoncer 
dans des analyses interim'nables! 

Le changement de poiitique, dans bien 
des cas, est ce « quelque chose » que I'on 
veut realiser. On doit examiner toutes les 
retombees d'une nouvelle politique pour 
garantir une reaction generate et opera- 
tionnelle, de meme qu'une documentation 
permanente des mesures prises. Les nou- 
velles politiques permettent de prendre 
des decisions bien fondees, en apportant 
peut-etre une conclusion a un episode 
difficile et en donnant un nouveau senti¬ 
ment d'assurance. 

Pour que la gestion des risques soit 
efficace, I'organisation doit d'abord 
adopter une attitude convenable et posi¬ 
tive. Du chef de police au patrouilleur, 
chacun doit saisir les occasions d'appren- 
dre et de s'ameliorer. 

La perception des problemes comme 
des sources de solutions permet non 
seulement de comprendre que le verre 
est a moitie plein, mais aussi d'obtenir 
une base philosophique pour etayer un 
programme efficace de gestion des 
risques. ♦ 


N'oubliez pas la Serie de tribunes 
des cadres de I'ACCP—"La gestion du 
risque dans un organisme a risque 
eleve" se tient du 2 au 5 novembre a 
Banff en Alberta! 
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FROM AUGUST 24 to August 27, 2003, delegates 
gathered in the beautiful harbour city of Halifax, 

NS for the CACP's 98th Annual Conference. With 
fun-filled social events as well as informative semi¬ 
nars, the Conference was a great success. 

The 2003 Trade Show was officially kicked-off 
with a gala luncheon held at the Halifax World Trade and 
Convention Centre. Bagpipes were played as the Town Crier 
greeted everyone with a ring of his bell and a short speech of 
welcome. Comm. Gwen Boniface, along with host Chief Frank 
Beazley, gave opening remarks and performed a ceremonial rib¬ 
bon cutting to the sound of applause. 

The Opening Ceremonies took place at Purdy's Wharf. A trib¬ 
ute to the late Halifax Chief of Police, David P. McKinnon, 
speakers at the ceremony included the Solicitor General for 
Canada, Hon. Wayne Easter, as well as Halifax Regional Police 
Deputy Chief Chris McNeil. 



TRADE SHOW 

A variety of products from companies all across Canada were 
present at this year's trade show, featuring the latest in policing 
technology. Nutrition breaks and luncheons allowed delegates to 
relax while checking out the great products. It was a chance to 
meet new contacts and make new friends. 


SEMINAR PRESENTATIONS 


Seminars focussed on the theme of "Changing Faces 
Facing Change", with information of particular interest to 
the policing professional. 


Shangement de ’visage, 
fair© km au 


chan^em ynt : La 






Constable Rick Cole of the 
Edmonton Police Service , 
winner of the National 
Youth Justice Policing 
Award. 

Agent Rick Cole , Service de 
police d'Edmonton, laureat 
de prix national des services 
policiers aux jeunes 


DU 24 AU 27 aout 2003, les representants se sont rassembles dans 
le magnifique port de La vide de Halifax, en Nouvelle-Ecosse a 
L'occasion de la 98 e Conference annuelle du CACP. Agrementee de 
rencontres sociales ainsi que de seminaires educatifs, la con¬ 
ference a connu un franc succes. 

L'inauguration a eu lieu a Purdy's Wharf. Les conferenciers ont 
alors rendu hommage au regrette chef de la police de Halifax, 
David P. McKinnon, ainsi qu'au Solliciteur general du Canada, 
I'Honorable Wayne Easter, et Chris McNeil, le chef de la police 
adjoint regionale de Halifax. 

Le Salon commercial de 2003 a debute par un gala au Halifax 
World Trade and Convention Centre. Au son des cornemuses, le crieur 
public a accueilli tous les invites en sonnant sa cloche et en offrant 
un bref discours de bienvenue. Le commissaire Gwen Boniface, ainsi 
que notre hote, le chef Frank Beazley, ont tenu les propos d'ouverture 
et coupe le ruban de ceremonie sous un tonnerre d'applaudissements. 


(continued on page 26) 


(continue a la page 27) 
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police officers will be retiring over the 
next few years, this is an opportunity to 
review current hiring practices and 
ensure that the police force reflects 
Canada's ever-changing, diverse culture. 
Wilson's message emphasized the impor¬ 
tance of treating people equally while 
still recognizing their differences. He 
explained that current hiring practices 
focused on knowledge and skills (educa¬ 
tion and previous experience), but 
ignored the importance of 'soft skills', or 
talent. Focussing on talent, and not the 
skin the talent's in, was how police 
chiefs could ensure their recruitment 
process was a fair one. 

While the conference's focus was on 
issues of race and policing in Canada, 
there were other seminars of interest 
for delegates. Vince Westwick, General 
Council with the Ottawa Police Service 
and Co-chair of the Law Amendments 
Committee, spoke about his commit¬ 
tee's new website, providing the latest 
information on current legal issues fac¬ 
ing policing in Canada. Comm. G. 
Zaccardelli of the RCMP spoke about 
"Integrated Policing--Progress and 
Challenges." Working for the past three 
years on leading the RCMP to organiza¬ 
tional and operational excellence, 
Zaccardelli updated delegates on his 
progress thus far. Other essential semi¬ 
nars included: "Policing Issues in an 
Aging Community", with speaker Judy 
Cutler; "Euthanasia: An On-Going 
Debate", with speakers Dr. Nuala Kenny 
and Joel Pink, QC; "A National 
Organized Crime Threat Assessment 
Strategy," moderated by Chief Julian 
Fantino of the Toronto Police Service; 
"Global Themes in Criminal Justice," 
chaired by Deputy Commissioner 
Maurice Pilon; "An Integrated and 
Effective Approach to combat 
Marihuana Grow Operations," presented 

(continued on page 28) 
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Janet Hagey of Statistics Canada dis¬ 
cussed information gathered by Canada's 
2001 Census. Hagey explained that one 
in five persons in Canada is an immi- 
grant-the highest numbers in this coun¬ 
try for 70 years. Hagey also said that 
more and more people are identifying 
themselves as Canadians, regardless of 
background. Said Hagey, "Our population 
is becoming increasingly diverse," and 
for the policing professional, this means 
that these new Canadians need to feel as 
protected by their police force as any 
other Canadian. 

Dr. Karen Mock of the Canadian Race 
Relations Foundation spoke about hate 
crime in Canada. Her presentation, titled 
"Hate Crime: A 2003 Perspective", 
explained that only one in every ten 
incidents of hate crime is reported in 
Canada, as people are afraid of being vic¬ 
timized further, or that nothing will be 
done. Mock said that successful police 
partnerships should include the docu¬ 
mentation of all incidents, even those 
that may not yet be considered criminal 
acts, such as harassment or exclusion. 
Such acts can later lead to incidents of 
violence. Said Mock, "It is important to 
show our children that there are non¬ 
violent, legal ways to battle the hate in 
their midst." 

Robert Lunney, Consultant, Police & 
Public Safety, spoke about the phenome¬ 
non of racial profiling. According to 
Lunney, racial profiling, or "Racially 
Biased Policing", occurs when "law 
enforcement inappropriately considers 
race or ethnicity in deciding with whom 
and how to intervene in an enforcement 
capacity". He explained that a diverse 
work force, proper leadership, manage- 


Trevor Wilson, Speaker/Conferenciere: 
Recruiting to Reflect our Changing 
Cultures / Recrutement pour refleter nos 
cultures changeantes 


ment, government, education and train¬ 
ing are all important tools to ending this 
problem. 

Deputy Comm. William (Bill) Currie of 
the 0PP is chair of the Policing with 
Aboriginal Peoples Committee. In his dis¬ 
cussion, "Aboriginal Missing Persons—Are 
We Doing Enough?", Currie said a police 
department must have a policy in place 
that serves the people, and that police 
professionals need to communicate well 
externally as well as internally, so fami¬ 
lies of victims know they have the sup¬ 
port they need from their police depart¬ 
ment. Currie believes each service should 
have their own missing persons bureau, 
that statistics should be collected and 
shared, that more training and awareness 
were needed, and that Canada needed a 
functional, national database of missing 
persons. 

Trevor Wilson, president of TWI Inc., 
spoke about "Recruiting to Reflect 
Changing Cultures." As many Canadian 


MARK YOUR CALENDARS! 

Preparations for next year's 
conference are already underway! 
Mark your calendars for The CACP 
99th Annual Conference in 
Vancouver, BC, August 2004 at the 
Vancouver Convention and 
Exhibition Centre. 

If you have any questions, con¬ 
tact Conference Co-ordinator Sgt. 
Joanne McCormick at 1-866-717- 
2648, or register online at 
www.cacpconference.ca. 
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SALON COMMERCIAL 

Un grand nombre de produits d'entre- 
prises de tout le Canada ont ete presentes 
cette annee au Salon commercial, offrant 
la toute derniere technologie en matiere 
d'equipement policier. Des pauses et des 
repas ont permis aux representants de se 
detendre tout en examinant ces produits 
sensationnels, de rencontrer de nouveaux 
contacts et de se faire de nouveaux amis. 

SEMINAIRES 

Des seminaires centres sur le theme 
« Changing Faces Facing Change », ont 
ete presentes, procurant de I'information 
particulierement interessante aux policiers 
profession nels. 

Janet Flagey de Statistiques Canada a 
parle de I'information recueillie lors du 
recensement de Canada 2001. ELie a 
explique qu'au Canada, une personne sur 
cinq est un immigrant. II s'agit du taux le 
plus eleve depuis 70 ans. Madame Flagey 
nous a egalement revele que de plus en 
plus de personnes s'identifient comme 
etant Canadiens, peu importe leur race. 
Elle nous a dit que : « La population se 
diversifie de plus en plus », et pour le 
policier professionnel, cela signifie que 
ces nouveaux Canadiens ressentent le 
besoin d'etre proteges par leurs corps 
policiers tout comme les autres Canadiens. 

Le docteur Karen Mock de la Fondation 
canadienne des relations entre les races a 
parle des crimes racistes au Canada. Sa 
presentation, intitulee « FI ate Crime: A 
2003 Perspective » (« Crimes racistes : sit¬ 
uation en 2003 »), expliquait qu'un crime 
raciste sur dix etait signale au Canada, 
puisque les gens craignent d'etre victimes 
de represailles ou que rien ne soit fait. Le 
docteur Mock a declare qu'une association 
fructueuse avec la police devrait inclure la 


Janet Hagey, Speaker/Conferenciere: 
An Overview of Canada's Changing 
Demographics / Apergu de la 
demographie chageante du Canada 


documentation de tous les incidents, 
meme de ceux qui ne sont pas immediate- 
ment consideres comme etant criminels, 
tels le harcelement ou I'exclusion, de tels 
actes pouvant eventuellement conduire a 
des incidents violents. Le docteur Mock 
nous a dit : « II est important de montrer 
a nos enfants qu'il y a des fagons non vio- 
lentes et legates de contrer la haine dans 
leurs rangs. » 

Monsieur Robert Lunney, consultant 
pour la police en securite du public, a 


parle du phenomene du profilage racial. 
Selon monsieur Lunney, le profilage racial 
ou « le maintien de I'ordre biaise selon la 
race », se produit lorsque « les policiers 
prennent en consideration, de fagon inap- 
propriee, la race ou I'ethnie lorsqu'ils deci- 
dent avec qui et de quelle fagon ils 
doivent intervenir ». II a explique que des 
effectifs varies, un leadership, une ges- 
tion, des regies de conduite, une educa¬ 
tion et une formation appropries sont tous 
des outils importants afin de mettre fin a 
ce probleme. 

Le commissaire en chef William (Bill) 
Currie de la Police provincial de I'Ontario 
est egalement le Directeur du Comite sur 
le maintien de I'ordre parmi les 

(continue a la page 28) 
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Dr. Karen Mock, Speaker/Conferenciere: 
Hate Crime: A 2003 Perspective/Les 
crimes haineux : perspective 2003 


(continued from page 28) 

by Marc Pinault, Staff Sgt. of the 
Ottawa Police Service; and an update 
regarding "Canada's National Strategy 
on Internet Based Sexual Exploitation 
of Children/' presented by Deputy 
Commissioner Gary Loeppky, RCMP. 

GALA AWARDS NIGHT 

The crowning event by far was the 
Gala Awards Night at the World Trade and 
Convention Centre, sponsored by the 
RCMP, the Department of Justice and the 
Canadian Bankers Association. Along 
with an evening of delicious food, wine, 
music and dancing, many outstanding 
members of Canada's police force were 
recognized for their achievements during 
the past year. Minister of Justice Martin 
Cauchon was on hand to award the 
National Youth Justice Policing Award to 
Constable Rick Cole of the Edmonton 
Police Service. Constable Cole developed 


a youth program that encourages chil¬ 
dren involved in issues such as bullying, 
assault, theft, and mischief to improve 
their behaviour. This award also recog¬ 
nized the following officers: 

CERTIFICATES OF DISTINCTION: 

• Corporal Greg Fleet, Regina Police 
Service 

• Constable Terry Simm, Sarnia Police 
Service 

• Constable Ken Anderson, Winnipeg 
Police Service 

Honourable Mentions: 

• Constable Richard McDonald, Halifax 
Regional Police 

• Supt. Dan Okuloski, Halton Regional 
Police Service 


• Staff Sgt. Jake Bouwman, RCMP, 
Chilliwack Detachment 

• Constables Grant Hamilton and Tom 
Woods, Victoria Police Department ♦ 


(continue de la page 27) 

autochtones. Dans son discours intitule 
« Aboriginal Missing Persons--Are We 
Doing Enough? » (« Disparitions chez les 
autochtones - Agissons-nous suffisam- 
ment ? »), monsieur Currie a revele qu'un 
service de police doit posseder une poli¬ 
tique a I'intention de la communaute et 
que les policiers professionnels doivent 
savoir communiquer aussi bien de fagon 
externe que de fagon interne, afin que les 
families des victimes sentent qu'elles peu- 
vent compter sur le soutien de leur ser¬ 
vice de police. Monsieur Currie croit que 
chaque service devrait posseder une sec¬ 
tion sur les personnes disparues, que des 
statistiques devraient etre recueillies et 
partagees, que plus de formation et de 
conscientisation sont necessaires et que 
le Canada a besoin d'une banque de don- 
nees fonctionnelle sur les personnes dis¬ 
parues. 

Monsieur Trevor Wilson, President de 
TWI Inc., a parle du «Recruiting to 
Reflect Changing Cultures » (« Le recrute- 
ment afin de prendre en compte le 
changement de cultures »). Puisque 
plusieurs officiers de police canadiens 
prendront leur retraite dans les 
prochaines annees, c'est le moment de 
reviser les pratiques d'embauche actuelles 
et de s'assurer que le corps policier reflete 
la culture en evolution du Canada. Le 
message de monsieur Wilson a souligne 
I'importance de traiter les gens de la 
meme fagon tout en reconnaissant leurs 
differences. II a explique que les pra- 
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tiques d'embauche actuelles 
se concentrent sur Les con- 
naissances et Les aptitudes 
(instruction et experience precedente), 
mais ne reconnaissent pas ['importance 
des « aptitudes douces » ou du talent. 
C'est en etudiant le talent et non I'en- 
veloppe physique recelant ce talent que 
les chefs de police s'assureront que le 
processus de recrutement devienne 
equitable. 

Meme si le but de la conference etait de 
discuter des problemes raciaux et du main- 
tien de I'ordre au Canada, d'autres semi- 
naires interessants ont egalement ete 
presentes aux representants. Monsieur 
Vince Westwick, conseiller general de la 
Police d'Ottawa et vice-president du comite 
sur les amendements a la loi, a parle du 
nouveau site Internet de son comite qui 
fournit ['information la plus recente sur les 
problemes juridiques auxquels font face les 
policiers au Canada. Le commissaire G. 
Zaccardelli de la Gendarmerie royale a parle 
du « Integrated Policing--Progress and 


Bill Currie , 

Speaker/Conferenciere: 
Aboriginal Missing 
Persons: Are we doing 
enough? / Les 
Autochtones disparus... 
En faisons-nous 
suffisamment? 

Challenges » (« L'integration du maintien 
de I'ordre - processus et defis »). 
Travaillant depuis trois ans a ['amelioration 
organisationnelle et operationnelle de la 
Gendarmerie royale, Zaccardelli a fait etat 
de ses progres. D'autres seminaires ont 
traite de : « Policing Issues in an Aging 
Community » (« Problemes de maintien de 
I'ordre dans une communaute vieillis- 
sante »), presente par madame Judy Cutler; 

« Euthanasia: An On-Going Debate » 

(« L'euthanasie : un debat en cours »), par 
le docteur Nuala Kenny et maitre Joel Pink, 
c.r. ; « A National Organized Crime Threat 
Assessment Strategy » (« Une strategic de¬ 
valuation nationale de la menace du crime 


organise »), preside par monsieur 
Julian Fantino, chef de la police de 
Toronto; « Global Themes in Criminal 
Justice » (Themes mondiaux de la 
justice criminelle »), preside par le 
commissaire adjoint Maurice Pi Ion; 
« An Integrated and Effective Approach to 
combat Marihuana Grow Operations » 
(« Une approche integree et efficace afin 
de combattre la culture de la marijuana »), 
presente par le sergent Marc Pinault de la 
police d'Ottawa et une mise a jour sur 
« Canada's National Strategy on Internet 
Based Sexual Exploitation of Children » 
(« La strategic nationale du Canada sur 
['exploitation sexuelle des enfants sur 
I'Internet »), presentee par le Commissaire 
adjoint Garry Loeppky de la Gendarmerie 
royale. 

SOIREE GALA DE REMISE DES PRIX 

Le plus remarquable a ete sans con- 

(continue a la page 30) 


RESERVEZ CETTE DATE ! 

Les preparatifs de la conference 
de I'an prochain sont deja en 
cours ! Inscrivez sur vos calendriers 
la date de la 99 e Conference 
annuelle de la CACP a Vancouver, 
Colombie-britannique en aout 2004 
au Vancouver Convention and 
Exhibition Centre. 

Pour toute question, commu- 
niquez avec la coordinatrice de la 
conference, le sergent Joanne 
McCormick au 1 866 717-2648, ou 
inscrivez-vous en Ligne a www.cacp- 
conference.ca. 
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Robert Lunney, Speaker/Conferenciere: 
Racial Profiling-Nemesis or Opportunity?/ 
Le profilage radal: piege ou occasion? 


(continue de lo page 30) 


tredit La Soiree gala de remise des prix 
au World Trade and Convention Centre , 
parrainee par La Gendarmerie royaLe, Le 
Ministere de La justice et L'Association 
des banquiers canadiens. En pLus de 
deguster une nourriture exquise et de 
bons vins, et de profiter de La musique et 
de La danse, on a souLigne Les expLoits de 
pLusieurs membres exceptionneLs des ser¬ 
vices de poLice du Canada durant L'annee. 
Le ministre de La justice, Martin 
Cauchon, a decerne Le Prix nationaL du 
maintien de L'ordre parmi Les jeunes au 
constabLe Rick CoLe de La poLice 
d'Edmonton. Le constabLe CoLe a cree un 
programme pour Les jeunes qui a encour¬ 
age Les enfants impLiques dans des prob- 


Lemes d'intimidation, degression, 
de voL et de mefaits a ameLiorer 
Leur comportement. D'autres prix ont 
egaLement ete decernes aux officiers 
suivants : 

CERTIFICATS DE MERITE : 

• au caporal Greg Fleet, de La poLice de 
Regina 

• au constable Terry Simm, de La poLice 
de Sarnia 

• au constable Ken Anderson, de La 

poLice de Winnipeg 


Mentions honorables : 

• au constable Richard McDonald, de La 

poLice regionaLe de HaLifax 

• le chef de police Dan Okuloski, de La 

poLice regionaLe de HaLton 

• le sergent Jake Bouwman, de La 

Gendarmerie royaLe, escadriLLe de 
ChiLLiwack 

• les constables Grant Hamilton et Tom 
Woods, de La poLice de Victoria ♦ 
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17525 rue de la Paix 
Mirabel, QC J7J 1M3 

www.canrep.com 

Tel.: (450) 434*9898 
Fax: (450) 434*6996 


Exclusive Canadian Distributor For: 



£!0j© IX^KEDurffa 


• Stabilized Binoculars 

• Video Data 
Transmission Systems 


Night Vision 
Lighting Systems 

Aircraft & 

Instruments 

Equipment Control 


FRA5EH-V0LPE 


CORPORATION 
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PROTECTED 

" ,J psr' 


You're protected 
by more than a vest. 



Experienced & Established 
Manufacturer 

PSP™ has been designing and 
manufacturing law enforcement 
armor products for more than 
20 years. 

Customer Service 

Throughout the company, from 
sales to manufacturing on 
through to shipping a vest out 
the door, PSP™ is committed 
to providing the best customer 
service in the industry. 

Independently Certified 
Armor Solutions 

PSP™ armor solutions are tested 
and certified by authorized, 
independent agencies. 

Copies of these independent 
certification documents are 
available upon request. 

Made to Fit 

PSP™ provides a full range of 
standard and custom sized 
vests ensuring the best possible 
fit- male or female. 

Comprehensive Warranties 

PSP™ provides comprehensive 
product warranties for all of its 
products. 



....we bring everyday heroes home safely. m 



Pacific Safety Products Inc. 


Head Office 

2821 Fenwick Road 
Kelowna, BC V1X5E4 
Canada 

Phone: 250.491.0911 
Fax: 250.491.0930 


US Office 

Phone: 703.726.9620 

Toll Free - US & Canada 

1.888.777.2767 

Online 

www.pacsafety.com 



Exceptional Quality Assurance 

PSP™ tests each lot of ballistic and 
stab protection material to ensure 
it meets our uncompromising 
quality standards before it is used 
in a vest. Each vest is serialized to 
ensure traceability throughout the 
life of the product. 

Comprehensive Liability 
Insurance 

PSP™ carries third party liability 
insurance on all of its products, 
proof of the company's commitment 
to protecting customers in every 
way. 


Ongoing Research & 
Development 

PSP™ conducts its own ballistic 
research at its state-of-the-art 
ballistics testing lab - one of 
the most advanced facilities in 
North America - allowing PSP™ 
to develop the latest and most 
advanced armor solutions. 


ISO 9001-2000 Certified Facilities 

Customers are assured consistent 
quality and service at PSP™ with ISO 
9001-2000 certified manufacturing 
facilities. This guarantees ongoing 
quality assessments and checks 
conducted by trained professionals. 


PSP ™, PROTECTED BY PSP ™ and 

"... we bring everyday heroes home safely."™ 

are trademarks of Pacific Safety Products Inc. 


See us at IACP, booth # 435 


Printed in Canada 








CACP BULLETIN BOAR 


BABILLARD DE L'ACCP 


Upcoming Events 

CACP Executive Forum Series - 

"Managing Risk in a High 
Risk Organization" 

November 2-5, 2003, Banff, Alberta 

Police and Enforcement Partnerships - 

"Making Information Sharing Happen" 

November 24-26, 2003, Montreal, Quebec 

(See polybag insert for registration and information) 


Evenements a venire 




* 
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LLOYD LIBKE 
LAW ENFORCEMENT 
DISTRIBUTORS 

19 INGRAM DRIVE 
TORONTO, ONTARIO 
M6M 2L7 

PHONE: 416-242-3257 
FAX: 416-242-2829 

WE ARE OFFERING CANADIAN AGENCIES THE 
BEST AMMUNITION PRODUCTS, PRICE AND 
CUSTOMER SERVICE. 
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40 SMITH & WESSON 

180 GR. 'T' SERIES RA40T 


RANfiER'T'SERIES 

—- MAXIMUM---- 

Kcnut * I'd WEB 


iSV... 



TVINCHtSTOt, 

LAW ENFORCEMENT 


Hh 


Serie de tribunes des cadres de 
I'Association canadienne 
des chefs de police 

« La gestion du risque dans un 
organisme a risque eleve » 

du 2 au 5 novembre 2003 
- Banff (Alberta) 

Concretiser I'echange de 
I'information a I'aide de 
partenariats policiers et 
duplication de la Loi 
du 24 au 26 novembre 
a Montreal (Quebec) 

(Voir I'enveloppe transparente encartee pour obtenir 
davantage d'information et vous inscnre.) 



Can You Afford 
NOT to Train 
Your Officers? 


“Providing Solutions for Law Enforcement & Public Safety” 

SPEED TRAK Elite Radar 

Alcohol Breath Test Systems 

SPEED LASER Lidar 

On-Site Drug Test Systems 

l-TRAK In-Car Video 

Rapid Medical Diagnostic Tests 

Traffic Measurement 

Bio-Hazard Collection Kits 


t davTECH 

Analytical Services (Canada) Inc. 

Phone: (800)331-5815 

Web: www.davtech.ca 

Fax: (613) 253-0023 

Email: sales@davtech.ca 


For the first time, you CAN own a 
TRULY interactive judgement 
training simulator for less than $20,000 


♦ 30 day risk-free guarantee 

♦ Includes personal training, at pur site 

♦ Drop in laser for most weapons 

♦ Laser DC spray or flashlight 

♦ Choice of PDISim software 

♦ Available for immediate delivery 

♦ lyear warranty 


1.800.441.4487 

www.ais-sim.com 
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NEW PRODUCTS 


NOUVEAUX PRODUITS 


Please note: The following information was submitted to the 
CACP for publication. The CACP does not necessarily 
recommend or specifically endorse this product 

Rigel Optics introduces lightest- 
ever Generation 1 dual-ocular 
night-vision goggle to US market 

Rigel Optics, the American leader in consumer night vision, 
has introduced the new Rigel 3250 compact night-vision goggle 
to its product line. The Rigel 3250 compact model weighs only 
0.88 lbs., making it the world's lightest Generation 1 dual-ocular 
night-vision goggle, and is 20 per cent lighter than any other 
Rigel series night-vision goggle. 

The Rigel 3250 is based on Rigel Optics hallmark 3200 series 
dual ocular goggle. This new model features an IR illuminator, 
enhanced 30 lin./mm resolution, and a detachable optical cham¬ 
ber for use as a night vision binocular. Additional benefits of the 
Rigel 3250 include a built-in sensor system to protect the image- 
intensifier tube from bright light, and automatic diopter adjust¬ 
ment. Due to the compact construction of the ocular chamber, 
the field of view on the Rigel 3250 is 30 degrees, less than the 37 
degrees the Rigel 3200 model offers. 

Rigel Optics is an American-based company providing high- 
quality night vision and other optical products inclusive of night- 
vision binoculars, goggles, rifle scopes, and optical glasses to pri¬ 
vate individuals, companies, and public organizations in the US 
and around the world. For more information, visit Rigel Optics 
web site at www.rigeloptics.com. 

Contact: Rochelle Callender 
Tel: 1-866-810-3398 
sales@rigeloptics.com 


Note : Ces informations ont ete remises a I'ACCP pour qu'elle 
les publie . Celle-ci ne recommande pas necessairement le 
produit. 

Rigel Optics lance aux Etats-Unis 
les premieres lunettes de vision 
nocturne Generation 1. 

Rigel Optics, chef de file americain de la vision nocturne, 
vient de lancer ses nouvelles lunettes compactes Rigel 3250. 
Celles-ci ne pesent que 0,88 lb, ce qui en fait les plus legeres 
parmi les lunettes nocturnes de premiere generation. Elies sont 
20 % plus legeres que toutes les autres lunettes nocturnes Rigel. 

Les lunettes Rigel 3250 sont basees sur les modeles Rigel 
Optics de la serie 3200. Elies comprennent un illuminateur 
infrarouge, une resolution amelioree de 30 lignes au millimetre 
et une chambre optique amovible permettant de les utiliser 
comme des jumelles de nuit. Autres avantages des lunettes 
Rigel 3250 : un capteur integre, pour proteger le tube image 
de la lumiere trop forte et un reglage automatique des diop- 
tries. Le champ de vision est de 30 degres, ce qui est inferieur 
aux 37 degres du modele Rigel 3200, et ce a cause de la con¬ 
ception tres compacte. 

Rigel Optics est une societe americaine, qui vend des 
produits optiques de vision nocturne et autres, notamment des 
jumelles, des lunettes, des viseurs d'arme a feu et du verre 
optique. Renseignements : www.rigeloptics.com. 

Contact: Rochelle Callender 
Tel. : 1 866 810-3398 
sales@rigeloptics.com 


2355 Skymark Avenue 
Mississauga, Ontario 
L4W 4Y6 


David Gutteridge 

Regional Sales Director Toll Free: (888) 471-3463 Ext. 4656 

Fax: (905) 625-0225 
www.dictaphone.com 

e-mail: david.gutteridge@dictaphone.com 


Liability Recording and Quality Monitoring 



S' 


Photography, Digital Imaging 

and Video Experts www.henrys.com 


Our Commercial Department stands ready 
to help with your Imaging Needs. 




Toronto Superstore 
Ancaster 


ttevuV Kanata 
Hew 1 - London 
Mississauga 
Newmarket 


Phone 416-868-0872 

Toll Free 1-800-461-7960 

Fax 416-868-0243 

Toll Free 1-800-645-6431 

E-Mail: 

commercial@henrys.com 





Oakville 
Oshawa 
Hew’. Ottawa 
Scarborough 
Thornhill 
Waterloo 


Forensic Investigation Courses 


K 


Opportunities. Flexibility. Choices. 

Enhance your skills with BCIT's Forensic 
Investigation courses in the areas of 
Economic Crime, Computer Crime and 
Forensic Science. 

• Weeklong and online courses to fit 
your schedule. 

• Take courses for professional 
development or work towards a 
certificate or degree. 

Full program details available at 
http://nobel.scas.bcit.ca/forensic 
forensic@bcit.ca or 604.412.7436 



Mail: 119 Church St. 

Toronto, ON. M5C 2G5 
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BUYERS' GUIDE & TRADE LIST 

GUIDE DES ACHETEURS ET 


LISTE DU SECTEUR D'ACTIVITE 


ALCOHOL TESTING 

Med-Ox Diagnostics.12 

Ottawa, ON 

AMMUNITION 

LLoyd Libke Law 

Enforcement Sales.32 & 34 

Toronto, ON 

AUDIO/VISUAL 

Anchor Audio Inc.20 

Torrance, CA 

Garda of Canada.28 & 29 

Mississauga, ON 

BENEFIT EVENTS 

Xentel DM Inc.inside front cover 

Calgary, AB 

BODY ARMOR & PROTECTIVE CLOTHING 

Pacific Safety Products.31 

Kelowna, BC 

BREATH ALCOHOL DETECTION 

Draeger Canada Ltd.15 

Mississauga, ON 

CLOTHING 

Peerless Garments Ltd.24 

Winnipeg, MB 

COLLEGES & UNIVERSITIES 

B.C. Institute of Technology.33 

Burnaby, BC 

COMMUNICATIONS 

Positron Public Safety Systems.24 

Montreal, QC 

COMPUTER AIDED DISPATCH 

Positron Public Safety Systems.24 

Montreal, QC 


CREDIT UNIONS 

The Police Credit Union Ltd.24 

Willowdale, ON 

DATA MANAGEMENT 

Dictaphone.33 

Mississauga, ON 

E9-1-1 SOLUTIONS 

Positron Public Safety Systems.24 

Montreal, QC 

EDUCATIONAL INSTITUTIONS 

Canadian Police College.14 

Ottawa, ON 

FIREARMS 

Beamhit LLC.18 

Columbia, MD 

FOOTWEAR 

Original S.W.A.T.22 

Brampton, ON 

INTERNAL AFFAIRS/ 

PROFESSIONAL STANDARDS UNITS 

Cl Technologies, Inc.8 

St. Augustine, FL 

LAW ENFORCEMENT ACCREDITATION 

Calea.18 

Fairfax, VA 

LAW ENFORCEMENT EQUIPMENT 

Beamhit LLC.18 

Columbia, MD 

LAW ENFORCEMENT TRAINING 

Beamhit LLC.18 

Columbia, MD 

LIGHTING 

Whelen Engineering Co., Inc.11 

Chester, CT 


MEDICAL EQUIPMENT 

Medtronic of Canada.outsert 

Mississauga, ON 

MOBILE VIDEO 

Garda of Canada.28 & 29 

Mississauga, ON 

MOTORCYCLES 

BMW Canada.3 

Whitby, ON 

Harley-Davidson Cda./ 

Fred Deeley Import.10 

Concord, ON 

NIGHT VISION 

Night Vision Goggles Dot Com - 

Rigel Optics.8 

Dewitt, IN 

TEK Gear.24 

Winnipeg, MB 

NIGHT VISION EQUIPMENT 
& LIGHTING 

CanRep Inc.30 

Mirabel, QC 

PHOTO/VIDEO/DIGITAL SPECIALISTS 

Henry's.33 

Toronto, ON 

POLICE CLOTHING & ACCESSORIES 

Kirkpatrick's Inc.15 

Markham, ON 


POLICE LEADERSHIP PROGRAMS 

Henson College, Dalhousie University ....34 
Halifax, NS 

POLICE PRODUCTS 

davTECH.32 

Carleton Place, ON 


POLICE VEHICLES 

General Dynamics Land 

Systems.inside back cover 

London, ON 

PRINTERS - PORTABLE 

EMJ Data Systems. 

Guelph, ON 

.27 

PUBLIC ADDRESS 

Anchor Audio Inc. 

Torrance, CA 

.20 

PUBLIC EDUCATION 

Direction 2006 . 

Ottawa, ON 

.7 

SIMULATION/TRAINING 

Advanced Interactive Systems. 

Seattle, WA 

.32 

STABILIZED BINOCULARS 

CanRep Inc. 

Mirabel, QC 

.30 

THERMAL IMAGING 

Flir Systems Ltd. 

Burlington, ON 

.4 

VIDEO TRAINING 

LiveLink Training Network. 

Toronto, ON 

.30 

WEAPONS-FIREARMS/CLEANING 

Beamhit LLC. 

Columbia, MD 

.18 

WIRELESS COMMUNICATION 

Panasonic Canada Inc....outside back cover 
Mississauga, ON 

WIRELESS DATA TRANSMISSION 

Dataradio. 

.22 


Mount Royal, QC 



LLOYD LIBKE 

LAW ENFORCEMENT 

DISTRIBUTORS 

19 INGRAM DRIVE 
TORONTO, ONTARIO 
M6M 2L7 

PHONE: 416-242-3257 
FAX: 416-242-2829 


Law enforcement distributors for: 


J^mington 


RIFLES & SHOTGUNS 

Smith&Wesson® 

BUSHMASTER FIREARMS 
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Dalhousie University 
Certificate in Police Leadership 

One of the most commonly overlooked aspects of strategic planning 
in all organizations is succession planning. Do the people in your 
organization have the necessary skills to assume leadership? Dalhousie 
University's Police Leadership Program has been providing first 
class leadership education to police personnel since 1993. Our expert 
instructors and applied adult education principles give students the 
best possible educational experience without the hassle and expense 
of travel. Our courses are designed and delivered so that personnel 
can stay home, continue to work and apply the new skills directly to 
their organizational role. We offer programs providing police specific 
practices in: 

• Police Leadership and Management Development 

• Strategic Human Resource Management for Police Organizations 

• Budgeting and Financial Management for Police Services 

• Communication Skills for Police Personnel 

• Policing and the Law of Human Rights • Legal Issues in Policing 

• Policing the Modern Community • Strategic Policing 

• Advanced Police Leadership 

• Managing Police Performance: Coaching Skills * 

* (begins with a 3-day workshop) 


Prepare your personnel for tomorrow with education today 


For more information please contact 
Sherry Carmont-MacBean at (902) 494- 
6930, by fax at (902) 494-2598, by e-mail 
at CPL@Dal.Ca or by mail at: 


Henson College, Dalhousie University 
6100 University Avenue 
Halifax, Nova Scotia, Canada 
B3H 3J5 

http://www.dal ,ca/~henson 
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Notebook 


4 models to choose from: 
CF-28, CFM-34, CF-72, CF-48 
CF-28 and CFM-34 offer 
complete rugged construction 
all models are wireless ready 


CF-07 Wearable 


Handheld 


1.5 lb. wireless display 
works up to 150 ft from 
Toughbook 07 

daylight readable 8.4" touchscreen 


Only 1 lb. 

3.5" colour touchscreen 
wireless options include: CDPD 
(GPRS & CDMA) 


| Now any workforce can stay connected no matter where 
they go. or what they do. The Toughbook family of wireless, extremely 
portable computers. To liberate your team, visit www.panasonic.ca 


Panasonic, ideas for life 






